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ABSTRACT 
 
The present research attempts to gain deeper understanding of Malaysian employees‟ perception pertaining 
to telework. Telephone and face-to-face interview generated 37 responses which revealed that mostly 
teleworking was viewed positively by the respondents. However, less team cohesiveness and socialization, 
lack of infrastructural support and direct supervision, and less control over the employees were mostly cited 
drawbacks in adopting telework. On the other hand, avoidance of traffic jam, reduced travelling time, saving 
cost, maintaining work and family life balance, increased productivity, trust, commitment and job 
satisfaction were mentioned as the benefits of telework. To avail these opportunities, it is indeed important 
for the Malaysian organizations to embrace this innovative work arrangement. However, the hindrance 
associated with telework is needed to be tackled with care. This study is among the pioneer in 
understanding the problems and prospects of telework adoption in Malaysia from a qualitative perspective 
which calls for more research to conduct in this field.  
Keywords: Telework, employee perception, challenges and opportunities, Malaysia 
 
INTRODUCTION 
Since its inception, the term telecoworking has received significant research interest due to its flexible work 
nature. Although there is no consensus about how to define the construct telework (Harpaz, 2002), generally 
it refers to work away from office in a satellite location or at home (Nilles, 1992; Olson, 1983; Watad and 
DiSanzo, 2000). It is an innovative work arrangement that allows organizations to respond to changes in the 
work force and changes in society. Many countries are adopting alternative work choices like teleworking 
particularly the countries who have basic technological infrastructure and support. For instances, during 
2005, approximately 26 million people were engaged in telework in USA, whereas, in UK, 8.3 million work 
force were involved in teleworking (Golden, 2006). On the other hand, in Australia, Just in New South Wales 
in 2005, there were around 130,000 teleworkers (Ndubisi and Kahraman, 2005). However, this trend is not 
widely accepted in the developing countries, like Malaysia. Only a few organizations have adopted this 
working pattern such as Amway International, IBM, Prudential, American Insurance, Motorola, Taxes 
instruments and Grand Soft Computers etc. (Hamsa et al., 1997; Ndubisi and Kahraman, 2005). Thus, it is 
deemed necessary to explore the reasons behind this slow acceptance rate of teleworking. Thus the question 
is do the Malaysian employees perceive it as a way to solve many problems that occur in the normal way of 
working style? Or it is simply unnecessary?  
At present, employees‟ perception regarding telework is anecdotal and lack scholarly research 
investigation. Additionally, there is a scant research that has studied its potential advantages and 
disadvantages in the Malaysian context. Furthermore, most of the studies related to telework are conducted 
in developed countries and little research has been conducted in the developing country context. Considering 
these gaps in the existing literature, the present research aims to get deeper understanding related to 
Malaysian employees‟ perception regarding telework and to explore the challenges and opportunities related 
to telework in Malaysia. Being the pioneer in understanding and exploring employee perception as well as 
problem and prospects of telework adoption from a qualitative perspective, the present research adds new 
knowledge in the current literature. It is expected that, findings from this research will help the 
academicians and practitioners to understand the telework phenomenon in-depth. Moreover, it will provide 
the insight to the corporate managers about the perception of the workers regarding teleworking, which will 
eventually help them to formulate better work strategy to enhance their worker‟s productivity. The rest of 
this article is organized as follows. In the next section, a brief literature review is presented followed by the 
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research methodology. Then, findings are discussed and few propositions have been developed. Lastly, 
conclusion and future research directions are discussed.    
 
REVIEW OF LITERATURE 
The terms telework, telecommuting and virtual office are often used interchangeably. It is a kind of flexible 
work arrangement to provide employees more comfort and convenience to help them balancing in their home 
and work life (Lim and Teo, 2000). Under this special work arrangement, workers can continue their work-
related responsibilities at their home or in such a place where they have the satellite facilities, rather than 
reporting to a centralized office location (Martinez, 2004; Solano and Kleiner, 2001; Watad and DiSanzo, 
2000). The concept of telework first appeared in Martino‟s (1979) work followed by Giuliano (1981) and has 
gained significant research attention during 1990s (see Hill et al., 1998; Huws, 1993; Moon and Stanworth, 
1997; Skyrme, 1994). However, the adoption rate of teleworking in organizations has been slow (Bailey and 
Kurland, 2002; Duxbury and Higgins, 2002; Pliskin, 1997). In recent years, this particular innovative and 
flexible work arrangement has received significant research attention. However, there are three particular 
reasons needed to mention that calls for more research to conduct in this field. First, most of the existing 
research on telework lacks sound theoretical background (Bailey and Kurland, 2002; Belanger and Collins, 
1998; Gao and Hitt, 2003). Second, most of the studies related to telework are at the conceptual level which 
requires more research to conduct. Table 1 summarizes some of the relevant studies and depicts the fact that 
still the phenomenon teleworking is at its infancy and requires more in-depth understanding of the issue. 
Third, the focus of existing research on telework is predominantly on developing country perspective. 
Insights gathered from these studies may vary from developing country perspective and therefore, such 
findings may not be applicable in the developing country context (see Table 1). Indeed theoretical support is 
important in understanding and explaining any complex phenomenon. Furthermore, it helps researchers to 
understand the potential predictors of the issue and provide explanation for expected relationships. In the 
case of theoretical foundation related to telework, agency theory, cost benefit approaches and institutional 
theory provide complementary understanding. Agency theory and cost benefit approach derived from the 
field of economics, whereas, institutional theory derived from sociology.   
Agency theory perceives human behaviour from the economic standpoint which perceives the 
relationship between owner and employees as a contract (Westfall, 1997). Its focal point is to build and to 
advance an efficient contract between the two parties: owner or principal and his/her agent, the employee 
(Westfall, 1997). In relation to telework, teleworkers often work based on contractual agreement. 
Furthermore, the notion of teleworking is developed to maximize the benefits that results from the employer 
– employee relationship. Built on Eisenhardt‟s (1989) ten propositions on agency theory, Westfall (1997) 
developed seven propositions that are suitable for teleworking concept. In short, these propositions suggest 
that, teleworking is suitable for the people who are greater risk taker and can work under uncertainty. 
Moreover, managers need to monitor and verify teleworkers‟ work and behavior to get better output. 
Economic cost models or cost-benefits approaches suggest weighing the cost and benefits that are associated 
with any transaction (Meyer, 1979; Payne, 1982; Ratchford, 1982; Stigler, 1961). In practical terms, it means 
getting the best value for money spent and achieving the desired output by properly utilizing the other 
resources committed. As such, teleworking can be perceived as a rational choice based on a comparison of 
explicit, tangible costs and benefits (Westfall, 1997). In more detail, the formal work arrangement in an 
office setting needs available resources such as office space, necessary office equipments and infrastructural 
facilities which certainly requires to spend lots of money (PonTell et al., 1996). On the other hand, utilizing 
telework an organization can avoid such costs and can achieve its output. On the whole, companies need to 
scrutinize the cost and benefits of formal office arrangement and telework to better strategize their 
resources.      
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Table 1: Summary of selective relevant articles 
 
Author Objective/RQ Methods Findings 
Rhee (2008) To present a spatial 
equilibrium model overcoming 
some of these important 
modeling drawbacks. 
 
South Korea 
Used spatial equilibrium 
model to analyze the 
data  
Most of the commute time saved is again 
put for more work & no more time could 
be allocated to leisure hours 
Barron (2007) 
 
 
To address key considerations 
regarding telecommuting that 
one should consider before 
leaving an onground position to 
become a telecommuter. 
 
This paper is written from the standpoint of a telecommuter. 
 
Conceptual paper 
Siha and Monroe (2006) 
 
 
To examine the state of this 
phenomenon as of to date, 
particularly the failure and 
success factors. 
Review of literature  
Conceptual paper  
A framework model is proposed to further 
explore the relationships between the 
motivating factors for telecommuting & 
the resulting outcomes from 
telecommuting programs. 
Kowalski and 
Swanson (2005) 
 
To provide a framework of 
critical success factor. 
USA 
Conceptual paper 
Osman and Rashdan  
 (2005) 
 
To investigate the possibility of 
a lecturer to 
telecommute 
 
Malaysia 
Survey 
163 responses  
 
It is found the technology factor is 
available, people are willing to 
telecommute, a lecturer's job is suitable 
for telecommuting, and Management is 
agreeable. 
Ndubisi and Kahraman 
(2005) 
 
 
To compare teleworking 
adoption decision processes of 
multinational firms operating 
in Malaysia and Malaysian 
indigenous firms. 
Malaysia  
A total of 98 
organizations furnished 
usable responses for this 
study, out of a total of 
162 organizations. 
  
In both multinational and Malaysian 
firms, the nature of work, organisational 
design, transportation problems, and 
relative advantage are important 
telework drivers.  
 
Martinez (2004)  
 
 
To explore impact of 
telecommuting on attitudinal 
and behavioral component of 
organizational culture.  
North east part of US 
Survey 
250 telecommuters & 
250 non telecommuters 
 
No significant effect of telecommuting on 
job satisfaction, commitment, congruence, 
perceived organizational support.  
 
Perez et al. (2003) 
 
 
To examine the perceptions of 
HR managers about the 
feasibility of teleworking within 
their organizations. 
Spain 
Survey  
157 responses  
 
HR managers in small companies perceive 
a greater feasibility than 
HR managers in large companies. 
Patrickson (2002) 
 
 
To explore whether teleworking 
might open the employment 
opportunity for the older 
workers in Australia.  
 
Australia 
Conceptual paper  
Teleworking may open the new avenue for 
the older workers in Australia.  
Solano and 
Kleiner (2001) 
A general discussion on issues 
related to teleworking. 
 
Conceptual paper  
Helms and Ross (2000) 
 
 
To examine the concept and the 
implementation of 
telecommuting and how it will 
affect the employee, 
organization and the general 
business environment. 
 
USA 
Conceptual paper 
White-collar jobs that require a great 
amount of independent work are the most 
suitable for telecommuting. 
Pliskin (1997) 
 
 
To focus on the IT 
infrastructural factors that 
have affected 
telecommuting throughout its 
history 
USA 
Conceptual paper 
-Despite technological feasibility, 
telecommuting is penetrating slowly. 
- Telecommuting was not socially 
attractive to employees and was hard to 
manage for employers. 
 
While agency theory and cost-benefit approaches favor the application of teleworking, institutional 
theory provides understanding for slow adoption of this innovative work arrangement. The focus of 
institutional theory is organizational legitimacy as well as social structures and practices that are typically 
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viewed as acceptable social norms (PonTell et al., 1996; Westfall, 1997). This theory suggests that 
organizations need to conform to institutional rules that provide them legitimacy which in turn helps 
accessing the resources for survival (DiMaggio and Powell, 1991; Meyer and Rowan, 1977). The formal office 
setting is highly institutionalized while telework does not conform to this rule. Based on this theory, 
organizations emphasize on conformity in order to establish norms and ritual activities and thus avoid 
evaluating activities that are related to goal attainment (PonTell et al. 1996). This relationship is grounded 
on logic of confidence and good faith (Meyer and Rowan, 1977). On the other hand, teleworking does not 
comply with institutionalized form and relies on performance evaluation (PonTell et al., 1996). This type of 
work arrangement stresses on planning of activities and fixing verifiable goals for teleworkers (State of 
California, 1993). As such, from the viewpoint of institutional theory, teleworking seems to be less desirable 
organizationally compared to the typical office based work arrangement. It is argued that, most of the 
research pertaining to telework is based on firms‟ perspective and lacks understanding employee‟s viewpoint 
(Belanger and Collins, 1998; Barron, 2007; Gao and Hitt, 2003). Furthermore, there is a dearth of research 
that examines this phenomenon from the standpoint of developing country context like Malaysia. In a 
Malaysian study, Osman and Rashdan (2005) have tried to explore the possibilities of lecturers as 
telecommuter. Moreover, Ndubisi and Kahraman (2005) compared teleworking adoption process of 
multinational firms operating in Malaysia, and Malaysian indigenous firms. However, none of these studies 
have utilized a qualitative approach to gain in-depth understanding of challenges, prospects and perception 
about this issue. Taken together, this study attempts to answer the following questions and recommends 
ways for gaining benefit by utilizing the best practice of telework:  
 
1. How do Malaysian employees perceive telework? 
2. What are the potential advantages and disadvantages related to telelework in the Malaysian context? 
 
METHODOLOGY  
Indeed, for any research at its early stage, taking qualitative approach is the best since it can provide deeper 
understanding of the phenomenon which is not the case of survey based research (Boote and Mathews, 1999; 
Cavana et al., 2001; Ebrahim and Sullivan, 1995). Since, the concept of telework is at infancy in terms of its 
acceptance and growth at the Malaysian economy as well as in the literature, this study has adopted a 
qualitative approach (telephone and face-to-face interview) to answer the research question.  A total of 37 
responses were successfully collected and served as the input for content analysis. The majority of the 
respondents are corporate workers that are working in office and 2 respondents have quit job to look after 
children and family at home recently. The respondents are in the age ranging from 25 to 46. Transcriptions 
were made for each interview and then these transcripts were analyzed. Next, relevant facts were found out 
related to the issue. In this way, using content analysis of all transcriptions, researchers tried to answer the 
research questions in the following sections.   
 
FINDINGS AND DISCUSSION 
After analyzing the transcriptions, researchers have focused on abstracting key views and concerns about 
implementing teleworking in work place in Malaysia context to write up the findings. In general, majority of 
the respondents welcome the concept and implementation of the teleworking, and only one participant did 
not like teleworking at all.  
 
How Do Malaysian Employees Perceive Telework? 
Content analyses yielded mixed results in response to the research question regarding employees‟ perception 
of telework. Some of them felt that it will bring new opportunities for the employees and also for the 
organizations. For instances, some of the respondents pointed out: 
 
It helps to increase efficiency and can get the things done quickly. Moreover, it helps to get a better life. It 
gives me flexibility to manage my household chores and some personal business as well. Besides, I am in 
better mood when I don‟t have to get ready and drive for almost 45 minutes or more to my work during rush 
hours.  
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 I think my company enjoys workers‟ satisfaction and loyalty in return of providing work from home 
opportunities.  
 
As an employee, I gain flexibility and quality of life – both. Moreover, working in a less stressful 
environment. The company can have a healthier workforce as well.  
 
I am happy with the flexible working hours since, completion of work is more important than the working 
hours.  
 
Nonetheless, few participants were worried about the adoption of the teleworking as it can create 
miscommunication and can increase the working time due to its borderless working nature. Some examples 
in support of this view are given below. 
 
Under telework, I think the pressure to handle home chores would be greater as my family expects me to 
share more home chores.  
 
It can lengthen the working hour as you think you can continue working at home.    
 
You know, in teleworking, employer gets the habit of always being able to get a staff to work even from 
home. Thus, sometimes you will have to sacrifice your holidays or weekends as well, particularly when the 
infrastructure is available to work from home as well as in the office.   
Sometimes, it means working for long hours, since the manager would expect the employee to continue on 
the assignment even after office hours. 
 
However, comparatively most of the respondents showed positive attitudes toward telewoking as they 
perceived it can create more opportunity not only for the employee, but also for the organization. Hence, it 
can be likely to say that teleworking is well accepted in Malaysia.  
 
What are the Potential Advantages and Disadvantages Related to Telework in the Malaysian Context? 
Findings of this study suggest that along with the merits some demerits also exist in adopting teleworking 
in Malaysia (see Table 2). Opportunities and drawbacks mentioned by the respondents are discussed in brief 
below.  
 
Advantages  
Traffic Jam, travelling time and saving cost 
Avoidance of traffic jam, reduced travelling time and saving cost on daily commuting are the most cited 
advantages of implementing the telework. Few respondents addressed the problem associated with 
travelling as high traffic jam and time issue. In addition, one respondent mentioned telework as a solution of 
her problem pertaining to reducing money spent for commuting every day. Some comments of the 
respondents regarding „traffic jam, travelling time and saving cost‟ are as follows: 
 
Its good. No traffic jam, easy to save two to three hours per day. A low pay telework is also fine.  
 
Flexibility in working time? I will be more motivated and work better at home. More focused where task can 
be completed faster by meeting deadline with improved quality. 
  
Traveling back and forth from home to office is always time consuming and stressful. 
 
It saves travelling time and helps to avoid traffic jam. 
 
If I am allowed to telework, I would be very happy, because it saves travelling time and cost.   
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One of the main reasons that I left my previous company is the distance and time taken to travel between 
home and office. It takes at least 1 hour travelling from home to office. Sometimes it may takes up to two 
hours due to the traffic jam and road blocks makes the travel time worst. 
 
In an early study, Ndubisi and Kahraman (2005) explained that, main reason for the emergence and 
adoption of teleworking in Malaysia may be rapid urbanization, traffic congestion and need for change in 
organization workings. In a European study, Perez et al. (2004) also contended that firms located in areas 
with bad traffic conditions and road congestion is prime candidates or teleworking. On the basis of the above 
discussions it can be concluded that: 
 
● Teleworking may help Malaysian employees to get advantage over traffic jam and saving time and 
costs. 
 
Table 2: A summary of content analysis regarding employees‟ perceived advantages and disadvantages 
related to telework 
 
Employees‟ perceived advantages and disadvantages 
Advantages   
1. Traffic Jam, travelling time and saving cost ●It helps to save traveling time 
●It helps to save traveling cost 
●No traffic Jam 
●No rush 
 
2. Work and family life balance ●Can spend more time with children 
●Helps to keep balance between office work and family time 
●Good work option for the female employee  
 
3. Increased Productivity  ●Better time management  
●Reduced travelling time can be used for the work 
 
4. Trust, Commitment & job satisfaction   ●It enhances employee commitment and loyalty  
●Build trust  
●It provides employee job satisfaction 
Disadvantages  
1. Less team cohesiveness and less socializing  ●Lack of face to face communications 
●Less social networking with colleagues 
●No interaction with colleagues, feeling of isolation  
●May experience lack of emotional connection with the 
company  
●Less cohesiveness in work in a team 
 
2. Lack of infrastructural support and direct 
supervision 
●Lack of infrastructural support, like fax, photocopy machine, 
printer, etc. 
●Direct supervision is more effective 
●Lack of hands on information 
 
3. Less control over the employees  ●May cause less work discipline 
●Hard to monitor actual time spent by the employee 
●Dishonest employee may take advantage  
●Miscommunication 
●Less control over employee 
 
Work and family life balance 
Balancing between work and family/personal life is another reason that most of the respondents mentioned. 
It was an appealing advantage particularly for the women employees. Even, one respondent considered 
telework as the way to get better mood and mental satisfaction since it may bring work and family life 
balance. Following statements reflect this viewpoint. 
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Being a woman, I feel that my kids need more time from me rather than their father. So I think it is very 
good for the female workers. 
 
The greater advantages to me is I will have flexi working hour, can spend more time with my family and 
children, will be able to have time for myself, can save a lot of time from commuting, and travelling 
expenses. 
 
Yes, family factor may is a good reason for working remotely. With this flexibility, employees can manage 
both family and work in a better way. 
 
I hardly go to my clients' office and sometimes I work at my home. I have plenty of time in my hand to 
manage other personal chores although I am fulfilling my office assignments. 
 
It would be very useful in encouraging employees to enjoy fuller days, especially when it comes to balancing 
family life and work life. It results in happier, more satisfied employees who would probably perform better 
when it comes to the actual work. 
   
  In support of this view, Hill et al. (1998) have stated that telecommuting is essential in bringing the 
„work – family‟ balance. Moreover, in regard to work-family balance issue, Harris (2003) and Teo and Lim 
(1998) have found the positive effect of teleworking on employees. Consequently, it may bring a healthier 
workforce and worker satisfaction. Thus, it can be said that: 
 
● Teleworking has positive effect on balancing the work family conflict in the Malaysian context. 
 
Increased productivity  
In this study, some of the respondents considered that, better time management with the help of teleworking 
may increase productivity, whereas few other respondents stated that saving in travelling time can be 
converted into productive time. On the whole, respondents pointed out increased productivity as another 
benefit that can be resulted from an efficient handling of telework. Below are some examples for the support 
of this notion.  
 
Advantage to the company? It produces more productive time, more work output, and saves office space 
rental cost. 
 
Telework can help in time management. Should be more productive as one can spend more time on work 
that is saved from commuting. 
 
Certainly it will enhance productivity since the travelling time could be used to do office work instead. So 
inevitably, the employers will gain more working time and better output from the employees. 
 
These findings are supported by previous research (Hill et al., 1998; Lupton and Haynes, 2000) and 
consistent with the findings of Kirby (2006). Kirby (2006) conducted a pilot case study and found that home-
workers were more productive, had greater feelings of well being, gained improvement in terms of work-life 
balance and found it as a stress reduction strategy. Therefore, it is likely to say that:  
 
● Teleworking contributes in enhancing employees‟ productivity. 
 
Trust, commitment and job satisfaction   
Level of trust, job satisfaction and commitment from employees are another perspective that respondents 
considered teleworking may bring along. Some stated that, proper use of teleworking may create happiness 
and satisfaction among employees, and can enhance the feeling of responsibility as they are being trusted by 
the authority. Some relevant examples about this idea are given below. 
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To me, flexible working hour is a good thing as long as the company has committed employees. Alternatively, 
I think giving flexible working hours to the employees can increase commitment and satisfaction level of 
employees.  
 
It can increase the level of employee satisfaction and that can create a more committed and loyal employees. 
 
For me, advantages would be the time. You will be able to save your time and will get advantage to do work 
without distraction. Also, you will feel more satisfied due to the fact that you are trusted. The company 
would get more loyal and committed staff. 
 
This finding is in accordance with past studies that are conducted in the developed country settings 
(see Golden and Veiga, 2005; Harris, 2003; Igbaria and Guimaraes, 1999). Thus, it can be summarized as: 
● Teleworking enhances (a) trust, (b) commitment and (c) job satisfaction among the employees in 
Malaysia. 
 
Disadvantages of teleworking 
Along with the advantages of teleworking, some disadvantages also mentioned by the respondents. Among 
these, mostly mentioned disadvantages are less team cohesiveness and less socializing, lack of 
infrastructural support and direct supervision, and less control over the employees.  
 
Less team cohesiveness and less socializing  
One of the major drawbacks addressed by some of the respondents is less team cohesiveness. According to 
them, the nature of telework allows an employee to work far from his/her office. As such, they are deprived 
from the day-to-day office interaction, eventually which hampers the feeling of team cohesiveness. 
Furthermore, it hinders the normal socialization process that is possible in normal work arrangement. For 
instance, some respondents have stated as following: 
 
Come on dear, no interaction with colleagues? Working in isolation? We are already living in a very 
individualistic world. We need to have interaction with peers for interpersonal skills. 
 
For me, the major problems of teleworking are two: lack of interaction and lack of team cohesiveness. 
Absence of face to face interaction meaning, no social networking with colleagues. 
 
One disadvantage I can see is, it may disrupt the cohesiveness of work in team which in turn may result in 
diluted loyalty between employee and company. You see, if the employee is less exposed to the everyday 
working environment of the company, he or she may not feel a strong connection with that company. 
 
Based on above discussion, the following conclusion has been made: 
 
● In Malaysian perspective, telework can lead to (a) less team cohesiveness and (b) less employee 
socialization. 
 
Lack of infrastructural support and direct supervision 
Lack of infrastructural support and absence of direct supervision were found another two major problems 
quoted by few respondents. Two respondents considered direct supervision is related to better performance, 
whereas, another two respondents considered face to face interaction is the necessity for better work 
performance. Furthermore, it is also highlighted that, working distant from the formal office environment 
creates problem of not having the necessary infrastructural support.  For example: 
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I still prefer work at office environment. You see, some employees work and eventually perform much 
better when they are under direct supervision. But at home they may not be able to adjust and work 
without supervision. 
 
In this way, you may not have so close working relationship with your colleagues or may not have 
hands-on information about your company. So, if employees are not informed all necessary information 
or strategies from the company on time, it may create problem. Anyway, this can be offset by weekly 
meeting.  
 
The necessary office support and infrastructure are not available at home. For example, faxes, 
photocopier etc. Also, networking with colleagues is limited when working in home. 
 
The problem is, when you need the face to face explanation for any difficulty or for any mistakes or any 
complicated situation, and then you are not getting that facility.  
 
On the basis of the above discussion it is summarized as:  
 
● For an effective teleworking, infrastructural support is important. 
● Telework may cause less direct supervision.  
 
Less control over the employees  
One of the key concerns under teleworking is that the company may lose control over its employees. 
Moreover, telework requires trustworthiness and need employees to be self disciplined. However, these 
requirements are not so easy to be fulfilled. Furthermore, one respondent has mentioned that it is possible to 
misuse this work time flexibility. Some of the examples in support of these views are as follows: 
 
In this situation employees have to be self-disciplined in order to complete the assigned task in due time. 
When flexi-hour is applied, employer will not be able to observe the progress in the same way as it is possible 
in the physical work environment! Rather, it will be much depending on employees‟ update of progress and 
delivery of job task. 
 
If employees are less disciplined, it may cause inconsistency in job performance. In turn, it may create the 
loss of business. For long run it can lose customer‟s trust even.  
 
Many people might misuse teleworking as the supervisor can‟t monitor workers and their works in the office 
area.   
 
Harder to monitor the actual time spent by the employee. Employers have to depend on actual end result.  
 
For those employees who have lacking of working discipline, may exploit or take advantage of this by not 
doing any work at home since employers cannot see or monitor their employees‟ work in the work field.  
 
I can see two major disadvantages of telework. First, miscommunication and second, loss of control over 
staff. 
 
Dishonest workers may take advantage over it. 
 
Therefore it is posited that:  
 
● Teleworking may lead to less control over the employees.  
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CONCLUSION AND MANAGERIAL IMPLICATIONS  
This study explores Malaysian employees‟ perception regarding telework and sheds some light on the 
potential benefits and challenges related to this flexible work arrangement.  Findings of the present study 
reveal that, although telework holds both good and bad impact towards firm and its employees, in the 
Malaysian context, employees possess greater favorable outlook about telework compared to its drawbacks, 
which is a positive indication for adopting telework in Malaysia. It is found that saving time and cost related 
to commuting and avoiding the traffic jam are some of the influential reasons of supporting teleworking. 
Since the mean commuting distance is increasing day by day due to the fact that housing areas are 
relocating farther away while employment centres are situated at the heart of the states (Ndubisi and 
Kahraman, 2005). Consequently, it results in longer commuting time, traffic jam and higher transportation 
cost. In this instance, companies need to adopt telecommuting as an alternative work mode since it is a cost 
saving and travelling time reducing work arrangement. Another benefit of adopting teleworking is that it 
may help in balancing between family and work. In Malaysia, women are working in both formal and 
informal sectors along with men. As of 2011, nearly 47.9% women contributed in total workforce (Bernama, 
2012). However, the Malaysian government has set a plan to increase women‟s participation in the 
workforce to 55% by 2015 (Ahmad, 2012; Bernama, 2012). Typically, female are the heart of family since 
they are the prime agent in taking care of the children and family chore as well. In such instance, adopting 
teleworking will provide them better opportunity to make balance in their family and at work. Due to the 
opportunity to work at home, organizations will be able to retain housewives and experienced workers as 
well (Rhee, 2008). 
A key point to adopt teleworking is that, teleworkers experience greater job satisfaction, commitment 
and trust. In support of this view, DuBrin (1991) contented that taking care of family responsibilities and 
scheduling of one‟s own working hours is the basic source of teleworkers‟ job satisfaction. Similarly, 
employees with children living at home exhibit greatest satisfaction. Content analyses also reveal that 
telecommuting may contribute in enhancing the productivity since it helps to avoid wastage of time from 
commuting. However, past study suggests that teleworking positively affect productivity level mostly for 
structured, repetitive and measurable works (DuBrin, 1991). Therefore, it is important for the organizations 
to understand which type of works can be done by the teleworkers. In a nutshell, teleworking can provide 
organizations a new way to compete effectively in the global market by reducing overhead expenses and 
travel costs. Moreover, it permits organizations to respond to change in work force diversity. Furthermore, it 
can be an effective way to utilize house wives, retired and part time workers. Retention of quality employees 
who stay at remote area also can be possible through this arrangement. Some of the developed country 
governments encourage telecommuting through supportive legislation in order to lower wasteful practices 
like traffic jams and other commuting related expenses (Solano and Kleiner, 2001). Social concern is another 
issue that the organizations need to consider. Indeed, telework can contribute in better air pollution 
management, cleaning the environment and traffic congestion. Although the respondents pointed out several 
advantages of working from home, it is also poised a challenge to employers in term of lack of team 
cohesiveness, direct supervision, and socialization. However, the demerits of teleworking needed to be 
considered to apply it in a more proper and effective way to get full advantage of it.  
In adopting telecommuting, one plausible problem may arise as lack of control over telecommuters‟ 
work and performance. It may also happen that teleworkers are losing on-the-job training. Furthermore, 
teleworkers may feel that they are isolated which may create feeling of insecurity from their colleagues 
(Solano and Kleiner, 2001). Since people are social beings they require and enjoy human associations and 
consider it as an important aspect of life (Siha and Monroe 2006). In this sense, on-site work itself gives the 
sense of membership. However, contrary to this view, Solano and Kleiner (2001) stated that too much 
socialization at office causes distraction and hamper productivity. In overcoming these drawbacks, 
organizations may consider the following suggestions: 
 
 In accordance with the institutional theory, in order to gain legitimacy and to utilize the resources, 
companies may utilize both types of work arrangement to maximize its benefits; in one side normal 
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office atmosphere and in another side teleworking. Moreover, organizations can higher teleworkers on 
part time basis to examine the benefits and outputs on a trial basis. 
 
 Certainly, teleworkers needed to be self-disciplined since many personal and family matters can 
consume their precious time which may eventually reduce the time for work. Employees needed to be 
self-disciplined and good in time management to be able to adopt and make use of this flexible work 
arrangement. There is also a need to have coherence and logical adjustment between working hour 
and home life in teleworking so that employees will not over worked. However, not all employees 
possess such quality and therefore, management needs to select the teleworkers carefully. Only 
experienced workers with proven performance are needed to be allowed to telework. Otherwise, it may 
create waste rather than increased productivity. 
 
 It is important to understand which jobs are suitable for telework and which are not. Telework may be 
more suitable for creative works and task oriented jobs. Moreover, employees can be controlled and 
monitored with goal and task oriented focus way instead of required to sit in the office to accomplish 
the task. This notion supports Westfall‟s (1997) proposition grounded on Eisenhardt‟s (1989) agenda 
pertaining to agency theory. According to Westfall (1997), the goals of the employer and the teleworker 
will be able to avoid conflict if judged on the basis of outcomes rather than on the basis of behaviour. 
Goal conflict may initiate undesirable agent behaviour. Therefore, utilizing outcome-based contract 
should be considered in achieving goal congruence between the principal (employer) and the agent 
(employee).  
 
 In maximizing the benefit of teleworking, proper planning and training are also needed. Without 
proper plan and proper training of employees, teleworking may fail to produce expected benefit or 
outcome. At the organizational level, providing training from institutionally sanctioned sources and 
implementing facilities designed to increase interaction with remote workers can increase the 
cognitive legitimacy of telecommuting among employees. 
 
 The top management needs to provide supports. It is crucial to screen employees carefully to 
understand who really wants such work arrangement and who do not, because not all employees will 
prefer such work arrangement to work in isolation and without direct supervision. Moreover, on a 
monthly basis meetings can be arranged with the teleworkers to provide them moral support and to 
give the chance to meet their peer. Furthermore, use of technology such as video conferencing may 
help to solve the problem of legitimacy at the organizational level by transferring aspects of the 
legitimated traditional office to remote workers. 
 
 Telework is particular relevant to companies that having regional offices in Malaysia. Regional offices 
normally serve customers in three shifts as well as interacting with other offices. Working from home 
can save office spaces and solve the security problem on irregular working hours. At the same time, 
employees are able to work from anywhere through today‟s mobile technologies and can be contacted 
in anytime.  
  
 Considering the cost-benefit approach, companies need to weigh the net tangible benefits and the 
expense of telework. That is, the net tangible benefit must exceed the increased cost of telework. Such 
benefits may include improved productivity, saving office space and rental, and the like. The cost 
incorporates costs for teleworker equipment and operations and perceived intangible costs such as 
administering outcome based contracts. 
 
 Lastly, while considering the teleworkers, organizations need to examine whether that teleworker is 
properly equipped or not. They should have internet access, particularly high speed broad band 
service, personal computer and mobile device at the minimum level. Sometimes other infrastructural 
supports are also needed such as printer, photo copier and faxes. 
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According to Furnham (2000), on 2020, the nature of employees as well as the work nature, duties and 
responsibilities will change dramatically and in response to such change, telewrking will be widely accepted 
and adopted. Malaysia is rapidly progressing bearing the vision in the mind to reach the developed country 
status by 2020. Therefore, it is crucial for Malaysia to adopt telework to follow and to cope with the global 
changes. Numerous opportunities and challenges are espoused with such innovative work arrangement. 
However, drawbacks can be reduced by taking the appropriate steps to utilize the chances of success. By 
exploring the problems and prospects that are espoused by telework, this study opens up the avenue for 
more research to conduct in this arena. Moreover, the present study sheds some light on employee‟s 
perception related to telework. Furthermore, the recommendations offered in this article present practical 
solution to the paradox of telecommuting. However, this study is exploratory in nature. Thus, it is suggested 
that, future research may utilize case study method to advance the knowledge. Moreover, survey approach 
also can be employed to examine the antecedents and consequences of telework to enhance the 
understanding in the field.   
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